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H © Adame, Jotm D. "Guideline§ for Stress Management ~
- and Life Style Changes." Personnel Administrator, 24,
6 (]unj1979) pp. 35-38, 44. E) 203 088,

> Three pr actors mediate an individual’s experience of
stress: the individual’s personality, his or her interpersonal enwiron-
ment, gnd the nature of the organization in which he or she works.

Although change’ in any of these areas is very difficult to

accomplish, there are several sensible actions an individual can

take in each area to thanage stress effectively. ' .
. Adams, an organization development consultant, notes several

organizational imprdvements that can reduce job stress, such as

role clarification, stress education and assessment, and “identifica-
tion and chanpyof stress:provoking norms.”-The emphasis of this
article, however, is on changes in the personal sphere. Adams
presenty several sensible and practical guldelines for “facilitating
healthful life style changes“” since many people have difficulty
with such changes. .
Adams emphasizes that changing one’s stress-creating behaviors
must be a gradual progess. Wholesale life-style changes, like crash
iets, are doomed Y failure. The first prerequisite for change is an.
mis xplicit personal decision of commitment to change. “Often, this
' "mobilizing decision comes as a result of soma,'shock,” either to
one’s self or to a relative or close friend,” but such an experience is
not necessary.

The next step is to decide on a simple, manageable change
project. Try this single lifesstyle change for a minimum of three
weeks, and then decide whether it is worth continuing. Slowly,
exchange old habits and activities for new, taking on easier changes
early on to build up confidence and momentum.

When you do experience heavy and prolonged stress, try not to
bottle up and simmer. instead, reach out and take initiative —move
“towards the environment in a positive and thoyghtful way.” Often,
other people will not expett you to change and will resist such
changes. So build and maintain interpersonal support systems that
will facilitate and encourage positive change.” .
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(flmmlho, Michael €., and Glammatteo, Delores
M., Executive Well-Being: Stress and Administrators.

\, Reston, Virginia: National Association of Secondary
School Prlnglpnls, 1980. -69pases ED number not yet
assigned,

The authors of this monocuph. fosmer kmm and school
‘- admlnistutors who are how practicing paycholdyists, combine their
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_correlated with an increa

The Bosf ol ERIC prosents annotationa of ERICJiterature
on important topics in edycational management.

The seiections are intended to give educators easy access
tQ the most significant and useful information avallable from
ERIC. Because of space limitations, the ites listed shouid

. be viewed as representative, rather than exhaustive, of liter-

ature meeting those criteria.

Materia)s were selected for - lnclualon from the ERIC
catalogs Resources in Education (RIE) and Current Index to
Journals in Educarlon (CIJE ). ’

Clearlnghouse on Educational
Management o

ERIC

- . . . Coping with Stress - -

expertise in all areas to xhelp admlnis(rators deal succeskfully with

* stress.

Utilizing a model for dealing with stsess that includes stress
awareness, tolerance, reduction, and management, the authors
offer a number of specific techniques for both dealing with stress
and decreasing it. ﬁnfortunately, the model is sometimes fuzzy,
and definitions of parts of the model are inconsistent and poorly

- differentiated throughout the’ book. Yet-the weaknesses of their

theoretical framework are more fhan balanced by their insightful
and practical suggestions. Perhaps their unique contribution lies in
their concept of stress awareness.

Emphasizing that unknown or unrecognized stressors h.ve much
more power over people than do identified stressors, the
Giammatteos provide a number of helpful exercises to heighten”
stress awareness. These exercises help administrators identify
specific "sources of overload” connected with major changes,

. impulsive behavior, lack of role clarity, overwork, and unchalleng- :

ing work They help-administrators recognize their own "type A”
behavtor and provide an exercise for tallying a personal “stress
score.”’ Using these exercises, administrators can pinpoint exact
causes of stress and begin to deal with rather than repress them.,

The Giammatteos also take an unusual tack in focusing on inter-
personal conflicts ,as a source of stress. They recommend
techniques to increase tolerahce of others’ ideas and point out that
the unwillingness or inability to express one’s feelings often leads to
incteased/stress.

Through these and other suggestions and perceptions, the
authors successfully apply the most current insights of counselors

and therapists ‘to the everyday pmblv today’s school

administrators. .
Howard, John H) Cimnindum, Dﬂd Rechnitxer,
P. A. "Work Patterns Associated with Type A
Behavior: A Managerial Population.” Human Rela-
'~ tions, 30, 9 (Septerhber 1977), pp. 825-36. E) 169 823,

“Type A behavior,” say the authors is characterized by ""chronic
and excessive struggle, competitiveness, ambition, and
impatience;” as well as by “a high need for achievement” and "8
strong sense of time urgency.” Type A behavior has been positively
\fisk of coronary heart disease.
I this study, the authors'examined 256- managets from twelve
companies to determine the répatbonshlpl between Type A behavipr

.and certain work patterns and job characteristics. Overall, 61

percent of the manacérs were found to be TypeA, pmi about half of .




Aruitoxt provided by Eic:

+ these m%dgers were conslderéd to be “extreme”: Type A's.
C ompames that were growing at a high rate tended to have )a
-greater percentage of Type A manggers — up to 76 percent. Extreme
Type B's, the authors speculate, may represent (he traditional dead
wood of a company. : v '
Extreme Type A’s tended to work more discretionary hours every
wetk and travel more days per year than the other types. Type A's
as a group also had’ a higher mediar salary than Type B's. In an
analysis of job tension factors, the authors found that Tyge A's
scored low on “contentment.” In contrast to the more satisfied
Type B's, Type: A’s had heavier workloads, held positions of super-

in competition with others .

visory f{j[)on‘\lbllllv made decisions on othors careers, and worked

~Type A’s, on the other hand, felt the least “locked-in’ by their

16bs, a finding reflecting their greater personal confidence A Type -

A manager, state the authgrs, “feels that his edycation and training
are adequate for the gresednt and future and that there are alterna-
tive organizationg 1n whic h.he can dévelop his career ™" *

i :

Huisaker, Phillip L.; Mudgett, William C.; and
*Wynne, Bayard E. “Assessing and’ Developing Ad-
ministrators for Turbulent Environments.” Adminis-

N ~ tratipn and Society, 7, 3 (November 1‘)75) pp. 31227

. \ unom L . .

AccofMing to the slugros of several psychologists and organiza-
tional scwentists, the SlA(('essful administrator- of the near ‘future
musl be flexible to chapging circumstances, tolerant of ambiguity,
and have an attituce ”qirv(led toward inquiry and novelty.” To help
in detecting and de\('eloplng such qualities, the authors have
develdped o model system for “selecting and preparing adminj-
strators for the organyc- dddplwe erganizations and turbulent-field
environments, which are already becoming reality for many
organizations . o

One part of the afithors’ model is to use various psychological

screening methods to determine who can and cannot cope with'a.

turbulent work envitonment. An individual’s score on the *Purdue-
Rutgers Prior Experience Inventory, 1.7
optimal level of incongruity expected by the individual from his or

for example, indicates the-

her environment Higher scores lndlcale A greater (dpach for tur-

bulent environments.

Another approach is to use behavioral simulation; whic’ the
authors explain, 1s somewhere \betwéen the simple decision tests
used in administrative assessment centers and an on-the-job test of
a potential administrator The "Leddershlp Assossmcnt and Training
Simulation” models “much.of the complexrtv and realism of real
life decision situations, and parhcrpahts report high degroes of
motivation and mvolvement ” -~ \

The authors also describe t eohmques for classifying job environ--

ments- according to how complex and turbulent they are. In their

overall scheme, potential administratols would first undergo the

vanous screening and testing procedures and then be placed in a
job environment-that matched their own tolerances and abilities.

. ‘.

In this well-written publication Kiev and Kohn report the rmults
of a massive survey of. members of the American Management
Associations. More than 2,500 respondents offered their. percep-
tions of what caQses stress, how to cope with it, and how much
stress they experience. ’ .

Although Kiev and-Kohn place great importance on the fact that
the managers did not report experiencing much stress (" The results
do nat support the popular image of the harried executive”), the
wording of ‘thelr survey questions all b\zr negares findings on this

o -0 oo

Kiev, A, and Kohn, Vera. Executive Stress: An AMA

K agement Associations, 1‘)79 64 pages. LD number
»not yet assigned.
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Survey Report New Yorki AMACOM, American Man- |
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portion of the survey. Respondents‘were to indicate such things as _
~ whether they “work excessively,” “lose sight of what's really impor-
tant,” and “set impossible deadfines” —-self—characteri.tlcs ‘that
people are almost never awa‘e of or able to admlt even to .
themselves. ‘o '
The findings that are valuable here, however are the managers’ A
perceptions of what causes stress for them and their techniques for
dealing with it. The leading causes of stress cited were a heavy i
workload; time pressures, and unrealistic deadlines. The most
" common methad of coping with stress was delegating work instead .
of carrying the workload. alone. The authors report that one !
manager noted that delegating responsublllty ‘helps prevent stress ~ »
from building up and at the same time gives the subordinate a good -
feeling of accomplishment.” This meghod of .cogipg suggests many AN
administrators are aware of the situations that cause stress and '
attempt to reduce the stress in-a realistic and appropriate way.
" The second most popular method of coping with stress was to
analyze the stress-producing situation and decide what was and !
what was not worth worrying about. The authors call this “a tool for
selecting an appropriate response to prevent stress from turning
into distress.”’ . .
) : !
nuso, James S. “Executive Stress Management
@ , ?;sonnel Administrator, 24, 14 (November 1979), PR
¢ 23-26. £ numbﬁr not yet assigned .

KN

Stress, says Manuso, i “a pattern of biochemical, functlonal and
Ystructural change that is involved in coping with ‘any increased
demand upon . vital activity, especially adaptation to new
_situatiofs.” Occupational stress can be caused bv any one of a

q\umber of imbalances: too much or too little wbrk, an overly
ambiguous or overly rigid WOrk"envlronment extreme amounts of .
responsibility, or either too much or too little change Stress, in turn,
¢an cause-a variety of wellknown physical and mental disorders,
including headache allergies, nulcers hypertensron and heart
disease. -

The key to reducing the effecls of stress, says Manuso, is
learning how to regulate the system 1nterna|lv One regulatory
techniquesis called thé “quigting rcsponse when a stressful situa-
tion comes up, “one takes two deliberate deep breaths, paying
attention to relaking the jaw, the shoulders and tongue,” while.
telling oneself not to get involved in the stress. This is usually
enough to bggak the Ustress regponse.” For stress control on a long-
term basis, Manuso recommends learning some system of deep
relaxation, such as meditation or biofeedback training. -

At the Equitable Life Assurance Society, whege-Manuso works’as '
a clinical psychologist in the employee healtlydepartment, a stress .
management program  helps employees showing ‘stress-related C

" symptoms toYelax. Following a medical exagn, stressed employees
receive two weeks of biofecdbdtk{aﬂlin ollowed by five Weeks .
of Aeep relaxation tralhing and\sshdvior modification. The A
company has benof!ted considerably by this policy, says Manuso, .
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McQaﬂoy, Tl'lomau N. “New Horizons in Organlza-_

?‘ ~ “etional Stress ‘Prevention - Approaches.” ‘Persgnnel. .
" o Admj rsbguqn,.zrn(Noveinberwm) pp. 2(»32 r!r
o 192 434. .

“Stress &sorders cost organizations-.an estrmated $17 to &24
*" billion' each year in Iost gerformance; absenteeism,_and health
. benefit payments,” states McGaffey Much of thls,expense couldbe

."r '

saved; though |f.organ|2at|ons had <omprehens|ve stress pggeven-

_tion Prbgrars.”

. A good stress prevention system should have two components: a
generaflzed stress, prevdntlon program and a crisis intervention
program. The gpnerallzed program might include exercise, biofeed-
back, and meditation programs, as well as education about stress.
_Such programs are growing rapidly in popularity, says McGaffey
For eéxample, “over 120 companies providetheir employees an
opgortunity to leéan transcendental meditation and:some are even

-providing special rooms for meditation.”

But’ there wrll always be a certain high-risk group of employees

- " for which such generalwed programs will not work. For this sub-

.o -

_&roup, McGaffey encourages the use of an earMicrisis intervention
program called the Employee Assrstance Program (EAP).
‘Under- an” EAP, employees showing significant signs of stress

. (enough to. affect’ performance) are' referred by their supervisors to

the “tn- Housc Coordinator” of the EAP. The coordinator explains
the EAP,."”motivates the employee to use the program ande
estahlishes “the initial - -contact* with the Diagnostic and Referral
Agent.” This' agent is preferably “a specialized and inlegrated
“ystem of professuonals outside the organization’” who monitor and

" integrate the’ employee s treatment with physicians, lawyers spsych-
"+ olagists, and'famllv and vocational ¢otinselors. Several companies

that have establushed EAPs report large decreases in absenteeism
and medlcal costs for ¢émployees treated rn the program.

Administrators* should not try. to elrminate’job stress in their

Quiclt, James C,, and Quick Jonathan D. “Reducing

Stress ThrOugh Preventive Management Human

Resource Management, 18; a(Fall1979) pp. 15-22.F)
" number not yet assigned.

organizations, state the authors; rather they should attempt to

manage stress. The goal should be to maximize eustress (euphoria
and stress), a growthful, adapuve healthy state of pleasurgble
arousal,” while minimizing destructive stress, or ’\'disgress th
kinds of stress are the resulf of the stimulation of the body’s “fight-
orYlight” reaction; the difference is in how the individual manages
“the increased energy made: awailable through this response.”
Employee stress can be magpaged with two levels of preventive
management actions. Level |\techniques are organizational 'in
nature and involve analyzing 4
distress and provide greater job s tistaction. For example, in the

. *"role analysis” technique —which is deslgned for stgess situations

caused by ambiguously defined work roles — “role profiles”. are
generated and coordinated by those persons in the organization

‘/vho have expectations regarding the ill-defined position. - *

Level{ 1! preventive management actions are aimed at the
mdlvldual level. These techniques “attempt to inhibit the 'fight-or-
flight response before it occurs or to provide a means for the
individual to dissipate the dlstressful copsequences of the
response.”

Some Level 11 techniques are directed at relieving specific
symptoms, such- as tense muscles or a rapidly beating heart.
Included here-are bbofeédbbck and “autogenics” - a derivative of
self-hypnosis. Other ler.hnlques,.such as “systematic desensiti-
zation” and "dynamic psychotherapy,”, are directed at specific

structuting job roles to reduce '
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stressors (for ex8imple, fear of public speaking). A trained clinician is
recommended for these techniques. Finally, there are general

techniques that have_proved themselves as stress preventors,

including aeroblc exercise, medrtatlon “and systematic relaxation.

- Reed, Sally, "What You Can Do to Prevent Teacher

1979), pp. 67-70. K 199 444,

Principals have long been aware of ‘the symptoms of teacher
burnout, partlcularly in veteran teachers with seven to ten years of
experience. But now, says Reed, the .senior editor of Instructor

magazine, the burnout syndrome is becbming an epidemic. Surveys

are finding that teachers are becoming increasingly bored,
disillusioned, and dissatisfied with their jobs. And the NEA reports
that teachers are leaving the professlon much earlier in their
careers, particularly the best and brightest teachers.

So what can principals do to prevent bumout and keep teachers
gdlng? Reed offers a wealth of suggestions, along with many
‘specific examples to illustrate her recommendations. Since bore-

Burnout.” National Elementary Princjpal 58, 3 (March -

. dom is ong widely reported symptom of burnout, Reed suggests

]
new challgnes and fresh environments-to spice up teachers’ lives.
Teachers can be allowed to switch classrooms and grades and
expand into new curriculum areas. Principals can help teachers get

* sabbaticals, exchange opportunities, grants, and fellowships, and

can encourage teachers to use"their professional days.

. To keep good teachers in the profegsnon prrnérpals can allow and
encourage them to job-share their positions with someone else. And
to combat feelings of alienation and powerlessness, principals can
involve teachers in the decqslon-makrng process, partrcularly in
matters that affect the teachers directly. '

' According to one researcher. who studied "the life passages of
teaching,” most schools “do not reinforce or promote the mentor
. system that many other professipns use.” Reed suggests that to
increase teacher self-esteem, brrnclpals place veteran instructors in

charge of new employees "o inspire, to teach (and] to guide‘ "
Il I Schuler, Randlll S. "Effective Usg of Communication
o’ Minimize Employee Stress.” Personnel Admini-

¢ strator, 24, 6 (June 1979), pp. 40-44. E) 203 089,
Employee stress can arise from feelings of inability to do an

* assigned “job, lack of feedback from management, not knowing

what to do or how to do it, ot from personal value conflicts.
Effective and proper use of communication by supetvisors can, do
much to reduce these soyrces of employee stress. Schuler here

discusses seven categories of communication behaviors that can’
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either induce or reduce stress, and 0utljnes several general skllls of
good comimynication. '

Encouragement, or .(Lachbvement c;,ommqnlcatton behavior” as
Schuler calls, it, is a valuable technique- for increasing the _
employus lings of self-warth and confidence. This is especially
important for newer employees and employees facing difficult
assignments; ‘with simple encouragement, employee stress is

reduced while motivation is enhanced. Both encouragement and its

opposite, “ego deflation communication behavior,” tend to be self-

fulfilling; what the. supervusor expects is what the.employee usyally—

delivers. .

" In some situations, "participative communicatlon behavuor is
called for, in-which supervisor and employee discuss and.iron oyt
copflicts'and i Inconsistencies on a one-to-one basis. In other circum-
stances, a directive: approach —in which the supervisor tells the
employee exactly what i is to be done and how to do it — may be the

least stressful. Directive’ commanlcaﬁon is appropriate when("'the

employee doesn’t want or have the |nformat|on to deterrfline what
to do or how to do somothlng "The effective supervisor, concludes

*(huler knows how to use the various communication behaviors at

-
..~
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he apropriate times to get the job done whlle keeping emp|oyee
stress toa minimum. . . . !

Swent, Boyd, and Gmelch, Walter H. Stress at the
Desk and How to Creatively Cope. OSSC Bulletin
Volume 21, Number 4. Eugene, Oregon: Oregon
. School Study Council 1977. 51 pages. ED 146 698

What technlques are used by Oregon schoel administrators to

cope with stress? In this monograph, Swent and Gmelch report the.
results of a1977 survey that determined nat only the methods and
strategjes of stress management used by these educators but also
the demands that. caused, the most stress in their lives.

The most common coping strategies were physiological in
nature. In addition to physical work and- exercise, administrators
mentuon’ed such relaxation activities as_yoga, meditation, and
hobbies. Other frequently -used strategies involved separating
oneself from the work environment. Sorfie individuals isolated
themselves in their homes, while, others traveled to the mountains
or seashore to escape. Many educators fostered friendships outside
the immediate educational environment so they could "discuss
with non-educators topics othér than education.” :

Cognitive activities used "as coping techniques commonly
involved “positive attitudes and supportive philosophles of life.”
Responses included “establishing realistic goals,” “learning to know
one’s self, maintaining a sense of humor,” and “believing in and
practicing the Christian ethig,” '

The Educatiorial Resources Information Center (ERIC) is a
national informalion system operated by th atlonal Institute of
Education ERIC serveseducators by v.sseminati g research ras: 'ts
and other resource information that can be used i eveloping more
effective educational progrstns. The ERIC Cle
Educational Management. one of several such units
was established at the University of Qregon in
Clearinghouse and its companion units procen‘

and journal articles for announcement in ERIC's in
bulleting
- _Besides procgssing documents and journal lrttclu t
Clearinghouse prepares bibliographies, literature reviews,
monographs, and other interpretive research studies on topics in its
educational.area
This publication was propmd pursuant to a cantract with the
National Institute of Education, US Department of Heaith,
Education, and Weitafe Contrattors undertaking such projects
under government sponsorship are encouraged to express freely
their judgment in professional and technical matters. Prior to
publication. the manuicript was submitted to the Association of

Cnmomu School Administrators for critical review and
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Surprlsmgly, the Ieast mentioned copmg strategies werq those- .

dealing with the acquisition of interpersonal and management
skills. The authors specylate that admunis.ttators may not’ tecognuze
such techniques as successful stress retucers, or else they-may not
vét have mastered these techniques.

. Most of the top stressors perceived by the Oregon adtﬂlntstrators
‘'were “constraints intrinsic to admmistratlon such as complying
with rules, attending meetings, and tlealing with interrupting phone
calls. Other stressors were Interpersonal and ihtrapersonal in nature,

such as having to make decisions that would affect colleagues, .

- (RSO

»qg\cpnfllcts and |mpos|ng excess‘uQely hlgh demands on
oneself.
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Vetter, Eric "W, “Role Pressute .and the 1School
" NASSP Bulletm,~60 403, (November 1976) ’

B oA . 3 - —
A principal’s behavior is shaped by two forces: the “role _

demands" put on the principal by\dersons either internal or external
to the school, and the principal’s own ‘ideas of haw he dr she should
behave. “Role pressure” deyelops, says Vetter, whenever there is
conflict between the demands 6f two or more of these’ rple senders,
“when there are too many demands ta-be handled, or when there is
anginability to perform aﬁmst role demandfs lrole inadequacy).
The sensible “managekal_approach” that Vetter outlines_for

" handling mahagement\‘s(ress involves "'dsproactive posture totake .,

command of the rqle selationship in ‘order torachleve better job
results and to reduce role stress.” One optior is to openly ‘and
maturely discuss with role sehders. (teachers, parents, students,

fellow admlnls}ratbrs and so forth) the|r expectations ' and‘_~

demands, and to explaln to them your own views- cancernlqg what
shou)d be expected of you:

Another ‘ogition s to “co-opt” role senders |nto sha;mg responsl- :

bility for the Behavior they are de¢manding. The|pumber of role
demands can be cut down h’" arranging the physicaloffice space to
limit the principal’s accessibility, or by réquiring cefrtain requests to
bé im writing. Consolidating role senders, as' with the PTA, hlso
"reduces the volyme of requests, but in turn greatly increases the
intensity of the demands that are made.

In addition to limiting and refining external role demands, the
principal should learn to manage'his or her total life. “An |nventory

* of eutside involvéments” is one technique for determining pressure

sources. Another very useful option is to use “metraprescriptions”:

... self-devised rules for govarning one’s own behavior. Priority setting

is yet another technique Vetter discusses for deallng with stress

proactively rather than reactlvely ¢ ‘

' e

- dotorminltion of prolesslonal cornpetence. This publi¢ation has met

" such standards. Points of view or opiniqns, however, do not
neceJssarily rapresent. the official view or pinion of either the
Assoclation ¢ California School Administr tors or the Nationa! -
Institute of Educltlon : -

® : )
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